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Comments Requested on Concept Position Paper,
“Cost Management Capability Maturity Model”
Within the past 20 years, businesses and other
entities have renewed their interest in cost and
managerial accounting methods. This interest
has been triggered, in part, by lost mar
ket share, dissatisfaction with tradi
tional approaches to cost management,
changes in product and services pro
vided and enhancements to technology
and computing capabilities.
This interest has resurfaced activity
based costing, activity-based management,
life cycle costing, balanced score card, target
costing and other cost management* tools
and techniques.
Despite these changes, many entities have
not been able to sustain or integrate the new
tools and techniques into the core decision
processes and their financial measurements.
There remains a high level of frustration
among the cost management providers and a
high level of dissatisfaction among those who
use cost information.
The cost management profession and the
process of delivering relevant cost manage
ment to the organization is not the first to
encounter renewed interest, enhanced method
ologies, improved computing capability and
frustrations in organizational sustainability
and integration.
In software development, for example, a
Babylonian number of programming lan
guages and other tools and methods has
been developed over the years to increase
productivity. However, most projects have
not met expected goals and milestones.
Many fail altogether. Traditional responses
to these failures have been more tools and
more headcount. Neither had a significant
impact.

In response to these concerns and frustra
tion, insightful teams have turned their atten
tion away from tools and towards the process
by which software, quality and product
and service design requirements are
defined, delivered and maintained. Out
of this work came process capability
maturity models and process assess
ment guides. Organizations have used
these to identify their current situations and
develop roadmaps for improvement.
This switch from tools to process capabil
ity has not been an overnight success. For
many managers, the focus remains on tools
and not on the process. The quick fix contin
ues to take priority over a relatively slow and
methodical approach to changing processes
from an ad hoc-hero environment to a defined
and repeatable process. However, the number
of managers who have taken up the process
improvement banner is increasing.
Benefits reported from the other disci
plines that have developed process capability
assessment models include improved align
ment with business imperatives; improved
project predictability, with on-time, on-sched
ule, on-budget delivery; first-time-available
training in process and methods; an industryestablished assessment guide and skills avail
able for independent assessment; and resulting
improved customer satisfaction.
The Consortium for Advanced
Manufacturing—International (CAM-I), as
the recognized consortium leader in cost
management, has established a work group
to consider a similar process assessment
solution for cost management. The work
group has authored a Concept Position

news
update

continued on page F2

*The CAM-I work group defines cost management in the broadest sense and includes the
interaction between resources and profit management throughout the product and service life
cycle for profit, not-for-profit, government and education enterprises.
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paper and answer the few questions at the
Paper, “Cost Management Capability
end of that document. Your feedback will
Maturity Model,” and posted it to the
assist the work group in identifying its
CAM-I Web site.
next steps.
The next step in this work is to
solicit and study comments from a vari
www.CAM-I.org
ety of sources. You are requested to visit
the Web site, read the concept position

Accounting and Finance Starting Salaries to
Increase an Average of 4.65% in 2000,
According to Annual Survey
Starting salaries in the accounting and finance fields are expected to
increase by 4.65% in 2000, according to the just-released 2000
Robert Half and Accountemps Salary Guide. This reflects contin
ued strong demand nationwide for accounting and finance profes
sionals and nearly mirrors the 4.67% average increase reported last
year at this time.
Robert Half and Accountemps are the full-time and temporary
placement divisions, respectively, of Robert Half International Inc.,
the world’s first and largest staffing firm specializing in accounting,
finance and information technology. The annual salary survey is
based on an analysis of the thousands of job orders managed by the
company’s U.S. offices.
“Accounting and finance professionals are moving beyond the
traditional audit and reporting functions to play a greater role in
such areas as evaluating overall company strategy and overseeing
business process re-engineering efforts. Consequently, demand for
their expertise remains solid,” said Max Messmer, chairman and
CEO of Robert Half International. He added that an increasingly
competitive market for skilled talent is also fueling the rise in start
ing salaries at all levels.
Salary Guide research indicates that unprecedented demand for
technology skills is ongoing. “Accountants are working with infor
mation systems staff on projects ranging from financial systems
conversions to e-commerce initiatives, which makes information
technology skills imperative,” Messmer said. He noted that hiring
managers also seek accountants who possess a combination of ana
lytical skills, business acumen, and strengths in leadership and
communication.
Public vs. Corporate Accounting

Starting salaries at large public accounting firms (defined in the
Salary Guide as those with more than $250 million in sales) are
expected to increase by an average of 4.8% in 2000. Managers and
directors are in particularly strong demand and should see an 8.4%
rise in base compensation. Notable salary growth is also expected at
small public accounting firms (those with up to $25 million in
sales), where first-year accountants will see a 5.8% increase in aver
age base compensation in 2000.
In corporate accounting, managers at medium-sized companies
(those with sales of $25 million to $250 million) will experience a

If you have any questions or com
ments, contact Alan Vercio at IBM.
vercioa@us.ibm.com

802/769-3440

6.9% rise in average starting salaries, according to the guide. Senior
financial, budget and cost analysts at large firms will see an increase
in base compensation of 7.6%.
Fastest-Growing Starting Salaries

Accounts payable managers at medium-sized firms are expected to
see the largest percentage increase in starting salaries of any single
job classification, with base compensation forecast to rise by 14.1%
to a range of $32,000 to $45,000 per year. Accounts payable man
agers at large firms should see a 9.4% gain, to between $37,250 and
$47,000 annually.
“In today’s robust economy, many companies are experiencing
an influx of new customers, creating a significant demand for
accounts payable and accounts receivable professionals. This is
greatly impacting average starting salaries within these specialties,”
Messmer said.
Starting compensation for payroll managers at large companies
is expected to increase 10.7% in 2000. while payroll clerks at large
businesses will see a 10.2% increase in average starting salaries,
according to the guide.
Other key findings in the 2000 Robert Half and Accountemps
Salary Guide:
• Payroll clerks at small firms will see starting salaries increase by
8.9%. Base compensation will range from $24,250 to $27,500
annually.
• Chief financial officers and treasurers at firms with $50 million
to $100 million in revenues will see a 7.6% increase in average
salaries. Base compensation will range from $88,000 to
$113,000 annually. Also seeing a 7.6% increase in salaries over
1999 are public accountants with one to three years of experi
ence at large firms, bringing them into the range of $37,500 to
$44,250.
• Controllers for companies generating up to $10 million in sales
will see a 7.3% increase in base compensation in 2000, bringing
starting salaries to the range of $52,000 to $69,000 annually.
Senior analysts at companies with $25 million to $250 million in
sales will make starting salaries in the range of $42,000 to
$50,500—up 6.6% from 1999.
Demand for accounting and finance professionals is expected
to be particularly strong in such industries as high technology, busi
ness and financial services, manufacturing, insurance and construc
tion. However, hiring activity varies significantly based on geo
graphic region. (A regional analysis of hiring trends and compensacontinued on page F3
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tion variances is included in the Salary Guide.)
Information in the Salary Guide is derived from the thousands
of job searches, negotiations and placements conducted each year
by Robert Half recruiting managers. Continuing or ongoing salaries
are not reported because too many external factors—such as senior
ity, work ethic, job performance and training—impact the salaries
of full-time employees as work histories develop.
Companies nationwide have consulted the Robert Half and
Accountemps Salary Guide for decades to determine salaries for all

Members in Government
Encouraged to Participate in

AICPA Professor/Practitioner
Case Development Program
The AICPA’s Professor/Practitioner Case
Development Program is designed to
encourage accounting educators and practi
tioners to collaborate on the development of
case materials based on actual incidents and
situations, and to increase the availability of
real-world-based cases for use in the
accounting classroom. Practitioner co
authors may be in public accounting, pri
vate industry or the not-for-profit or gov
ernment sectors.
These real-world cases should be for
classroom use in primarily financial
accounting, managerial accounting, assur
ance services or information systems at the

awards

levels of employees. In addition, the U.S. Department of Labor uses
the guide in the preparation of its Occupational Outlook Handbook,
one of the largest-selling government publications.
Robert Half International has more than 250 offices in the
United States, Canada and Europe, and offers online job search ser
vices at www.rhii.com. For additional information contact Reesa
Staten at Robert Half International Inc.

650/234-6000

principle or intermediate levels.
One of the AICPA’s Members in
Government Committee (MIG) objectives
is to educate both students and academics
about government service and the prestige
of working as a CPA in government. The
use of governmental case studies in the
classroom will assist the MIG in carrying
out this objective.
For this reason, the MIG encourages
CPAs working in government to consider
developing cases for the program.
Interested professors and practitioners
should submit a completed application
form with a resume or biographical infor
mation for both academic and practitioner
authors and a three-page summary of the
case to Leticia Romeo, AICPA Academic
and Career Development, 1211 Avenue of
the Americas, New York, NY 10036-

Annual Awards Given to Outstanding
SEC Accountants

The SEC, in cooperation with the AICPA, has
established two annual awards to honor out
standing SEC accountants. One award is named for Sidney C.
Orbach, the late Chief Accountant of the Division of Corporation
Finance, who had a distinguished career at the SEC for 30 years.
The Sidney C. Orbach Award is presented to an SEC accountant
who during the year made a special contribution or significant
benefit to the full disclosure program, to the SEC and to the pro
tection of investors. The other award is named for Andrew Barr,
whose service with the SEC spanned four decades and who was
Chief Accountant for 16 years. It is presented to an SEC staff
accountant who displays the qualities of outstanding accounting
ability, analysis, critical judgment and creativity, along with edu
cation to public service and the SEC.
Stanley Handwerger received this year’s Sidney C. Orbach
award. Handwerger is a staff accountant in the Division of
Enforcement. Since joining the SEC in 1974, he has protected
public investors for over 25 years in an exemplary way. Some of
the most influential matters brought to the public’s attention by
the financial disclosure program of the Division of Enforcement
have occurred as a result of his efforts. For example, he partici

8775. The deadline for submission is
Mar. 31, 2000.
Applications will be screened by an
AICPA task force of educators and practi
tioners. Selections will be made at the end
of Apr. Cases will be copyrighted by the
AICPA, published and distributed to acade
mic institutions and interested firms.
For more information about the pro
gram, visit the AICPA’s Web site.

www.aicpa.org/members/div/
career/edu/index.htm and click on
“Professor/Practitioner Case
Development Program.”
Questions may be directed to Leticia
Romeo:

212/596-6221

pated in an administrative hearing that resulted in the issuance of
an Accounting Series Release which defines “bill and hold”
transactions and set a precedent for subsequent enforcement
actions by giving the reasons as to why such transactions do not
qualify as sales.
Joseph A. Foti is the recipient of this year’s Andrew Barr
Award. After beginning his career with the SEC in 1984 as a staff
accountant in the Division of Corporation Finance, Foti was pro
moted to Assistant Chief Accountant in 1988, where he provides
direction and inspiration to others. As a leader in the Office of
Transportation and Leisure, he combines excellent counsel and
enthusiastic dedication. His efforts in the review of publicly filed
documents have led to significant improvements in disclosures.
He specifically was at the forefront of several important restate
ments in financial statements that dealt with in-process research
and development, asset impairment, business combinations,
restructuring charges and determining the proper method in
accounting for investments.
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AICPA Revises Peer Review
Standards for Firms that Do
Not Audit SEC Registrants

The AICPA has announced revisions
to its peer review performance and
reporting standards for firms that do not audit SEC registrants.
The new standards become effective Jan. 1, 2001.
“These standards were designed to improve the quality of
financial reporting for non-SEC registrants and to protect the
public that uses and relies on those reports,” said Susan Coffey,
AICPA Vice President of Self-Regulation and the SEC Practice
Section. “In addition, we believe that significant efficiencies will
be achieved in the way the peer reviews are conducted and
administered.”
The new standards establish three categories of peer review
for firms that are enrolled in the AICPA Peer Review Program:
• System. This type of peer review is required for firms that per
form engagements under the Statements on Auditing
Standards or examinations of prospective financial informa
tion under the Statements on Standards for Attestation
Engagements. The system review is designed to review and
issue an opinion on the firm’s system of quality control.
• Report. This type of peer review is for firms that only perform
compilations that omit substantially all disclosures with the
objective of enabling the reviewed firm to improve the overall
quality of its compilation practice. There is no review of or
opinion issued on the firm’s system of quality control. The
report review is ordinarily performed at a location other than
the reviewed firm’s office.
• Engagement. This type of peer review is required for firms
that do not have a system review or are ineligible for a report
review. The objectives of the engagement review are to deter
mine whether the financial statements or information, the
related accountant’s report, and the respective working paper
documentation conform to the requirements of professional
standards. Similar to a report review, there is no review of or
opinion issued on the reviewed firm’s system of quality con
trol and the review is generally performed at a location other
than the reviewed firm’s office.
Last May, the AICPA Peer Review Board issued its exposure
draft to revise the AICPA Standards for Performing and
Reporting on Peer Reviews. The draft included nine proposals
for revised standards.
“The Board considered all of the approximately 300 com
ment letters received on the exposure draft,” Coffey said, “and
believes it addressed most of the respondents’ concerns in con
cluding on the final revised standards.”
A discussion point summary on the revised standards is
available on the AICPA Web site.

AICPA
Continuous Personal Improvement and the CEFM
Competency Model
By Kevin A. Michel, CPA
Continuous Personal Improvement (CPI) is very closely aligned
with the number one core value identified by the accounting
profession in the CPA Vision process, continuing education and
life-long learning. In addition, CPI recognizes that the learning
must be put to use as a practice or behavior to derive the maxi
mum benefit for the individual. For example, knowing how to
keep up with changes in your field of work is not enough. You
need to practice behaviors that demonstrate your up-to-date
knowledge in order to achieve recognition. CPI is not an option
but an imperative in an ever-changing world, where improve
ment is required just to keep up.
The process of CPI is a strategic one. It involves: designing
your future; assessing yourself for improvement; using learning
and research activities as your personal “R&D department,” and
building a personal “Balanced Score Card” to track your
progress. A great way to get started on the process is to use the
CEFM Competency Assessment Tool (CAT). It provides you
with a step-by-step approach to determining your needs in the
context of where you want to be, suggesting activities for meet
ing those needs and tracking your progress. The CAT has the
advantage of working systematically. On the other hand it is flex
ible, so you can adapt it to your specific situation. The CAT is
available on the Web at www.cpatoolbox.org.
Another way to work on your CPI is to become a “Faster
Learner.” In “The Faster Learning Organization,” author and con
sultant Bob Guns addresses the key element in sustaining com
petitive advantage-faster learning—which he defines as “the
process of figuring out more quickly than the competition what
works better.”
It is essential that CPAs embrace the components of continu
ous personal improvement within their companies today so that
they are able to achieve their goals.

Kevin A. Michel, CPA, Ed.D, is Academic Director, Accounting,
University of Maryland, University College.

Articles and Comments Requested
We would like this supplement to be relevant, informative and
interesting to you. To achieve that objective, we need your help.
Please send me your comments and suggestions for improve
ment. Also, articles on developments and projects in your gov
ernment or area that you believe will be of interest and value to
other members in government will be greatly appreciated.
You can contact me at:

www.aicpa.org

703/281-2827

moraglio@mindspring.com

